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"Devotion  to  duty  and  high  professional 
standards  cannot  be  bought,   but  I  know 
from  experience  that  the  lack  of  good 
leadership  at  every  level  in  a  large  organ- 
zation  can  cause  conditions  to  deteriorate 
to  the  point  where  the  desire  to  remain 
with  an  organization  is  lessened". 


C.    E.    Wilson 


"THE  POSITIVE  SIDE  OF  THE  DEPARTMENT  OF  DEFENSE  LEGISLATIVE 
PROGRAM  TO  IMPROVE  MILITARY  CAREER  INCENTIVES" 


Personnel  is  the  number  one  problem  --  Mr.    Wilson  and  all  of  us  who  share  the  privilege  of  work- 
ing with  him  at  close  hand  recognize  this  problem  and  it  is  at  the  Secretary's  direction  that  I  give 
you  this  action  report  today. 

You  are  the  leaders  and  it's  to  you  that  we  look  for  the  best  administration  of  our  personnel  legislation 
and  the  Defense  policies  which  stem  from  these  enabling  laws. 

The  best  law  can  be  neutralized  by  inept  personnel  policies  and  sluggish  administrative  practices  and 
in  many  instances  inadequate  legislation  can  be  vastly  enhanced  with  the  results  of  positive  leadership 
and  enlightened  personnel  practices. 

Because  of  the  intense  interest  and  concern  that  have  been  expressed  in  many  quarters,    and  because 
of  its  impact  upon  our  efforts  to  improve  the  military  career,    the  Secretary  of  Defense  has  asked  that 
we  take  stock  of  the  situation  to  see  what  might  be  done  to  dispel  some  of  the  negative  attitudes  and 
highlight  the  positive  sides  of  our  over-all  personnel  picture  and  program. 

We  try  to  keep  fully  aware  of  the  many  problems  being  faced  by  all  the  services  today  in  retaining 
their  trained  personnel.     We  realize  also  the  seriousness  of  the  situation  as  it  affects  our  combat 
readiness .     We  have  been  wrestling  with  these  problems  strenuously  and,    we  believe,    with  good  effect. 
We  have  been  working  closely  with  the  President,    the  Executive  Branch  and  with  the  Congress  with 
the  common  objective  of  expediting  the  enactment  of  much-needed  remedial  legislation  and  altering 
administrative  practices  to  fit  the  changing  times. 

We  have  had  good  success  with  what  is  called  "the  career  incentive  legislative  program,  "  as  I  will 
show  you  presently  in  more  detail.     First,    however,    I  should  like  to  be  re-emphasize  the  fact  that  we 
have  been  receiving  the  strongest  kind  of  help  and  support  from  both  the  Congress  and  the  President. 


I  should  also  point  out  to  you  that  we  have  observed  in  some  members  of  Congress  a  growing  attitude 
of  confusion  and  some  resentment,    due  largely  to  the  fact  that  there  seems  to  be  too  little  recognition 
or  understanding  service-wide  of  the  scope  and  intent  of  legislative  actions  recently  completed  or 
underway  to  improve  the  personnel  situation.     This  lack  of  understanding,    combined  with  the  clamor  for 
more  is  beginning  to  create  a  feeling  on  their  part  that  they  can  neither  solve  the  problem  nor  satisfy 
the  armed  services. 

Just  recently  a  prominent  member  of  Congress  stated  as  follows: 

"We  thought  we  did  rather  well  last  year  in  the  Career  Incentive 
Act,    and  found  it  had  hardly  been  signed  when  certain  officials,    both 
military  and  civilian,    were  immediately  advocating  an  additional  pay 
increase  so  as  to  leave  the  personnel  feeling  that  nothing  had  been 
done  for  them  lately.  " 

Considering  the  size  of  the  over-all  military  establishment  and  its  huge  cost  to  the  taxpayers,    these 
are  understandable  problems.     All  things  considered,    the  attitude  toward  the  armed  services  has  been 
better  during  the  last  two  Congressional  sessions  than  at  any  other  time  in  recent  years  --  perhaps 
better  than  at  any  other  peacetime  period.     We  certainly  must  try  to  maintain  this  favorable  climate 
and  to  avoid,    insofar  as  we  can,    causing  this  pendulum  to  swing  in  the  opposite  direction. 

Just  recently,    Mr.    Paul  Kilday,    a  key  member  of  the  House  Armed  Service  Committee  and  one  of 
our  strongest  and  best  informed  supporters  in  the  Congress,    commented  on  this  very  situation  during 
public  hearings  on  one  of  the  career  incentive  bills.     He  stated  in  effect  that  he  did  not  feel  that  the 
armed  services  themselves  were  doing  all  that  they  could  to  emphasize  the  advantages  to  be  found  in 
career  service,    especially  as  they  have  been  recently  improved.     He  pointed  out  that,    in  seeking 
corrective  legislation,    as  it  is  their  duty  to  do,   the  armed  services  have  an  equal  obligation  to  assist 
in  working  out  their  own  prcblems  and  also  in  "counting  their  blessings"  where  they  exist. 

So,    taking  a  cue  from  Mr.   Kilday,    we  would  like  to  review  with  you  some  of  the  positive  features  of 
the  career  legislative  program. 


A  very  significant  fact  that  must  be  faced  by  all  citizens  today  is  that  military  service 
has  become  an  important  and  sizeable  part  of  the  American  way  of  life. 

When  two  men  meet,    one  no  longer  asks  the  other,    "Were  you  in  the  Service?"  but 
rather,    "What  Service  were  you  in?"     Or,    if  they  are  younger,    not,    "Are  you  going  into 
the  Service?"  but  more  likely,    "What  Service  are  you  going  into?"     The  fact  that  most 
men  have  been  or  will  be  in  one  of  the  military  services  is  now  taken  for  granted  every- 
where. 

It  is  well  for  us  to  remember  that  our  future  political,    business,    educational  and 
religious  leaders  will  have  all  spent  their  hitch  in  the  service,    as  will  the  great  mass 
of  farmers  and  workers  of  every  category. 

It  is  this  great  flow  of  manpower  in  and  out  of  the  services  that  we  know  as  "personnel 
turnover.  "     Certainly  for  those  in  the  armed  services  occupying  positions  of  leadership 
and  authority  it  presents  a  serious  military  problem.     And  to  individual  Americans  in 
other  walks  of  life  in  and  out  of  service  it  presents  serious  personal  problems.     To 
deal  with  it  effectively,    we  as  citizens  must  be  aware  of  its  impact  on  the  Country  as 
a  whole.     To  solve  it  the  whole  Country  must  learn  to  live  with  it. 

We  are  keenly  aware  that  the  services  are  being  hard  put  to  maintain  a  high  state  of 
combat    readiness  and  to  keep  pace  with  the  advancing  technology  of  complex  weapons 
and  equipment.     Each  year  huge  numbers  of  men  who  complete  their  obligated  service 
return  to  civilian  life,    to  be  replaced  by  like  numbers  of  new  men  who  must  be  trained 
and  indoctrinated.     But,    while  this  complicates  our  military  problem,    it  enhances  the 
over-all  skill  level  of  the  working  force  in  the  country  and  at  the  same  time  spreads 
the  military  training  throughout  the  population. 


TODAY 


MILITARY  SERVICE  IS 
AN  IMPORTANT  PART 


OF  THE  AMERICAN 
WAY  OF  LIFE 
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Today  it  is  necessary  that  we  maintain  military  forces  in  being  far  larger  than 
during  any  previous  period  short  of  war.     Present  national  policy  calls  for 
continuing  this  over  the  long  haul. 

We  cannot  overlook  the  fact,    however,    that  the  present  strength  of  the  over-all 
military  establishment  is  of  such  a  size  that  we  cannot  realistically  expect  to 
maintain  a  completely  volunteer  force.     Surely  we  must  take  every  reasonable 
step  to  reduce  personnel  turnover  to  a  minimum.     But  we  must  also  learn  to 
accept  the  fact  that  we  cannot  eliminate  it,    and  that  the  turnover  rate  will  un- 
doubtedly remain  considerably  higher  than  we  like. 

Instead  of  300,  000  men  that  made  up  the  entire  standing  military  force  prior  to 
World  War  II,    or  the  one  and  a  half  million  that  were  in  active  service  between 
World  War  II  and  Korea,    we  now  require  nearly  3  million  men  under  arms. 
Without  the  stimulus  of  a  fighting  war  or  without  the  compulsion  of  the  draft,    it 
is  extremely  doubtful  that  we  would  ever  be  able  to  attract  this  many  men  into 
voluntary  service,    whatever  the  inducements.     This  problem  is  further  accent- 
uated during  periods  of  high  economic  prosperity  and  peak  industrial  employment. 
Nevertheless,    we  must  have  these  men  in  service  and  maintained  in  a  higher  state 
of  combat  readiness  than  ever  before. 


KOREA  BROUGHT  US  TO  THE  REALIZATION  THAT 
HENCEFORTH  WE  MUST  MAINTAIN  LARGE  PEACETIME  FORCES 
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We  have  already  seen  that,    while  we  cannot  eliminate  the  turnover  problem,    it 
is  essential  that  we  take  every  reasonable  step  to  reduce  it  to  a  minimum.     It 
is  generally  recognized  that  the  scope  of  the  turnover  problem  since  the  close 
of  Korean  hostilities  has  been  excessive. 

Here  can  be  seen  the  experience  levels  of  the  men  who  comprise  our  presently 
planned  military  force  of  2,  900,  000. 

This  strikes  me  as  an  upside  down  personnel  structure.     Forty-five  percent  of 
our  men  have  less  than  2  years  service  and  almost  two  thirds  have  less  than  4 
years  service.     Only  one  tenth  have  served  10  years  or  more.     It  would  be  ideal, 
of  course,    if  these  proportions  could  be  reversed,    or  at  least  brought  into 
better  balance. 

But  the  annual  drain  from  this  over-all  group  has  been  averaging  one  million 
men  since  the  close  of  Korean  hostilities.     These  huge  losses  make  it  necessary 
to  rebuild  one  third  of  our  force  each  year,    and  even  then  we  fall  far  short  of 
the  proper  mix  of  skills  and  abilities. 

This  is  the  hard  fact  that  we  must  deal  with.     This  is  the  real  target  of  our 
career  incentive  legislative  program. 


ANNUAL  LOSSES    1/3  OF  ACTIVE  FORCES 
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In  1954  our  reenlistment  rate  fell  to  its  lowest  point.     In  that  year  the  over-all 
rate  of  the  Defense  Department  was  24  percent,    which  was  considerably  below 
the  rninimum  required  to  maintain  a  reasonably  stable  force.     The  inevitable 
result  was  a  decline  in  combat  readiness. 

Before  Korea,    with  a  predominately  volunteer  strength  of  about  1-1/2  million, 
about  60%  of  our  personnel  were  reenlisting.     This  was  about  the  rate  needed 
to  maintain  the  proper  experience  level  in  our  enlisted  personnel  structure. 
Officer  retention  was  not  a  serious  problem. 

Our  present  strength  of  just  under  3  million  is  almost  double  the  size  of  the  pre- 
Korean  force.     It  is,    of  course,    evident  that  the  larger  the  force  the  lower  the 
voluntary  response  and  the  more  difficult  it  becomes  to  maintain  an  adequate 
reenlistment  rate  or  proper  distribution  of  experience  levels. 
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AT  A  TIME  WHEN  WE  HAD  TO  MAINTAIN 
THE  LARGEST  PEACETIME  FORCE  IN  HISTORY  OUR 
REENLISTMENT  RATE  FELL  TO  ITS  LOWEST  POINT 
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What  have  been  the  principal  factors  causing  the  excessive  losses  of  trained 
personnel?     I  believe  they  can  be  summarized  under  these  two  principle 
headings: 

The  inconvenience  and  nature  of  military  life  -- 
as  opposed  to  -- 

The  lure  of  greater  comforts  and  more  stable  opportunities 

in  civilian  life. 
Such  factors  as  long  periods  of  enforced  absence  from  their  families  when  contrasted 
to  the  more  attractive  advantages  of  civilian  employment  have  produced  pressures 
and  personal  problems  causing  men  to  leave  the  service. 

We  have  already  referred  to  the  fact  that  the  influence  of  the  Korean  War  and  the 
draft  have  brought  many  men  into  military  service  who  were  not  at  any  time 
motivated  for  military  careers.     Of  even  greater  significance  is  the  additional  factor 
that  nearly  all  of  our  skilled  personnel  are  in  heavy  demand  by  business  and  industry. 
It  is  also  highly  significant  that  these  benefits  offered  by  industry  during  recent  years 
have  gradually  overtaken  those  that  were  at  one  time  unique  to  the  military. 

There  was  a  time,    and  not  long  ago,    when  several  important  benefits  available  to 
military  personnel  were  entirely  unique  and  seldom  available  to  employees  in  private 
enterprise.     But  since  the  end  of  World  War  II  many  of  these  benefits  had  been 
eliminated  for  the  serviceman  or  in  other  cases  were  overtaken  by  industry,    and 
at  a  time  when  the  operational  demands  on  military  personnel  have  been  heavier  than 
during  any  other  peacetime  period  in  our  history. 
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CAUSES  OF  TURNOVER 


INCONVENIENCES  AND  NATURE 
OF  MILITARY  LIFE 


#  LURE  OF  GREATER   OPPORTUNITIES 
IN  CIVILIAN  ECONOMY 


In  the  years  immediately  following  Korea  the  unfavorable  spread  between  military 
and  civilian  incomes  increased,  as  did  the  demands  for  workers  of  all  types  in  the 
booming  civilian  economy.  Jobs  were  plentiful  throughout  the  Country.  This  was 
reflected  by  many  advertisements  in  newspapers  and  magazines  offering  a  variety 
of  inducements  for  industrial  and  educational  opportunities. 

Many  of  these  advertisements  have  and  continue  to  be  aimed  directly  at  the  service- 
man,   especially  to  those  with  technical  training  whose  skills  were  immediately 
transfer rable  to  civilian  occupations. 

These  strong  inducements  from  the  civilian  economy  took  their  toll  from  the  armed 
services.     However,    all  of  this  indicates  an  American  on  the  march  and  ever  changing 
toward  a  better  tomorrow  --  whether  it  be  to  achieve  a  more  secure  base  for  peace 
or  a  better  standard  of  living. 
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BOOMING  CIVILIAN  INDUSTRY  OFFERED 
AN  ABUNDANCE  OF  JOB  OPPORTUNITIES 


THE    NEW    YORK    TIMES,    SUNDAY,    JUNE    17,    1956. 
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In  summary,   it  became  quite  evident  that  military  career  incentives  must  be 
brought  more  into  line  with  those  of  civilian  careers. 

As  pointed  out,   the  disparity  between  military  and  industrial  pay  continued 
to  increase. 

Supplemental  military  benefits  which  traditionally  have  compensated  for 
differentials  between  civilian  and  military  pay  were  decreasing,   and 

Industry  was  offering  ever -increasing  non-wage  benefits  that  had  once  been 
unique  to  a  military  career. 
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IT  BECAME  EVIDENT  THAT  MILITARY  CAREER 

INCENTIVES  MUST  BE  BROUGHT  INTO  REASONABLE 

PARITY  WITH  THOSE  OF  A  CIVILIAN  CAREER 

(T)  THE   DISPARITY  BETWEEN 
MILITARY  &    INDUSTRY  PAY 
WAS  CONSTANTLY  INCREASING 


(2)  SUPPLEMENTARY  MILITARY 
w  BENEFITS  TRADITIONALLY 
COMPENSATING   FOR   PAY 
DIFFERENTIALS  WERE 
CONSTANTLY  DECREASING 
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The  President,   the  Defense  Department  and  the  Congress  recognized  that 
the  incentives  and  attractions  offered  for  civilian  careers  were  far  out- 
weighing those  for  military  service.     In  an  effort  to  approach  a  better 
balance,    a  program  of  improved  military  career  incentives  'was  designed 
and  offered  to  Congress. 
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THE  BEGINNING 
OF  THE  ANSWER  -  - 


xareer 
incentives 

MILITARY  CAREER 


19 


In  January  1955,   the  President  addressed  a  special  message  to  the  Congress  calling 
for  urgent  action  on  the  career  incentive  legislative  program.     In  stating  the  objectives, 
the  President  said: 

"To  sustain  our  active  forces  at  required  levels  of 
strength  and  efficiency,   it  is  necessary  to  increase  the 
present  rate  of  voluntary  enlistments.    .    .  and  to  induce 
volunteers,   both  officers  and  enlisted  men,   to  continue 
in  the  service  on  a  career  basis.    .    .  " 

And  he  set  the  pattern  for  corrective  action  when  he  said: 

".    .    .These  objectives  require  compensation  which  is  more 
in  line  with  that  offered  by  private  industry.     They  also  require 
strengthening  of  traditional  service  benefits  in  recognition  of 
the  unusual  difficulties  facing  the  serviceman  and  his  family.    .    .  " 
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THE  SPECIAL  PRESIDENTIAL  MESSAGE  OF         g: 
JANUARY  1955  TO  THE  CONGRESS  OF 
THE  UNITED  STATES 

STATED  THE  OBJECTIVES 


"TO  SUSTAIN  OUR  ACTIVE  FORCES  AT  REQUIRED  LEVELS  OF  STRENGTH 
AND  EFFICIENCY,  IT  IS  NECESSARY  TO  INCREASE  THE  PRESENT  RATE 
OF  VOLUNTARY  ENLISTMENTS  ...    AND  TO  INDUCE  VOLUNTEERS,  BOTH 
OFFICERS  AND  ENLISTED  MEN,  TO  CONTINUE  IN  THE  SERVICE  ON  A 
CAREER  BASIS.." 

SET  THE  PATTERN  FOR  CORRECTIVE  ACTION 

"THESE  OBJECTIVES  REQUIRE  COMPENSATION  WHICH  IS  MORE  IN  LINE 
WITH  THAT  OFFERED  BY  PRIVATE  INDUSTRY.  THEY  ALSO  REQUIRE 
STRENGTHENING  OF  TRADITIONAL  SERVICE  BENEFITS  IN  RECOGNITION 
OF  THE  UNUSUAL  DIFFICULTIES  FACING  THE  SERVICEMAN  AND  HIS 
FAMILY." 
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The  President  then  set  forth  the  following  specific  recommendations  for 
Congressional  action  in  1955: 

1.  Selective  increases  in  basic  pay; 

2.  Corresponding  increases  in  hazardous  duty  pay; 

3.  A  "dislocation"  allowance; 

4.  An  increase  in  travel  per  diem: 

5.  More  housing  and  reduced  rental  on  substandard  housing; 

6.  Improved  dependent  medical  care; 

7.  Equalization  and  improvement  of  Survivor  Benefits. 
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IN  HIS  SPECIAL  MESSAGE,  IN  JANUARY  1955  THE 
PRESIDENT  MADE  THESE  SPECIFIC  RECOMMENDATIONS 

1.  SELECTIVE  INCREASE  IN  BASIC  PAY 

2.  CORRESPONDING  INCREASES  IN  HAZARDOUS 
DUTY  PAY 

3.  A  "DISLOCATION"  ALLOWANCE 

4.  INCREASE  IN  TRAVEL  PER  DIEM  ALLOWANCES 

5.  MORE  HOUSING  AND  REDUCED  RENTAL  FOR 
SUBSTANDARD  HOUSING 

6.  IMPROVED  DEPENDENT  MEDICAL  CARE 

7.  EQUALIZATION  AND  IMPROVEMENT  OF 
SURVIVOR  BENEFITS 
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A  positive  action  program  within  the  Defense  Department  to  increase 
military  career  incentives  became  essential.     It  was  designed  prima- 
rily: 

1.  To  restore  a  relative  measure  of  parity  in  pay  on 
a  career  basis,    and 

2.  To  rebuild  and  strengthen  the  structure  of  tra- 
ditional supplemental  benefits. 
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A  POSITIVE  ACTION  PROGRAM  TO  INCREASE 
MILITARY  CAREER  INCENTIVES  BECAME  ESSENTIAL 


THE  ACTION  PROGRAM  WAS  DESIGNED  TO.. 


1.  RESTORE  A  RELATIVE  MEASURE  OF 
PARITY  IN  PAY 

2.  REBUILD  AND  STRENGTHEN  THE 
STRUCTURE  OF  TRADITIONAL 
SUPPLEMENTARY  BENEFITS 

LEGISLATIVE  ACTION  WAS  FIRST  SOUGHT 
IN  THE  FIELD  OF  PAY  INCENTIVES 
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Prior  to  the  action  on  increasing  pay,    however,    in  the  summer  of  1954, 
the  first  actual  step  had  been  taken.     This  was  the  Reenlistment  Bonus 
Act  of  1954.     This  was  admittedly  a  stop-gap  measure.     But  it  was  the 
quickest  way  to  give  a  pay  boost  to  those  who  reenlisted,    thus  allowing 
some  additional  time  to  plan  and  develop  more  comprehensive  legislation. 

The  new  reenlistment  bonus  was  heavily  weighted  to  increase  the  re- 
enlistment  of  those  who  were  completing  their  first  period  of  service. 
It  offered  one  month's  pay  for  each  year  of  the  first  reenlistment,    2/3 
of  a  month's  pay  for  each  year  of  the  second  and  1/3  for  each  year  of 
the  third  reenlistment. 

It  thus  provided  a  total  career  bonus  up  to  $2,  000.     Its  purpose  was  to 
stem  the  excessive  losses.     It  was  an  immediate,    not  a  long-range, 
incentive. 
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THE  FIRST  STEP 


THE  REENLISTMENT  BONUS  ACT  OF  1954 

■in  ii  BiiuinniTiira — n wm 1 1 ' ' ; — ; ; 

V  HEAVILY  WEIGHTED  TO  INCREASE  REENLISTMENT 
OF  FIRST  TERMERS-  ONE  MONTHS'PAY  FOR 
EACH  YEAR  OF   REENLISTMENT 

V  INCREASED  INCENTIVES  FOR  SECOND  AND 
SUBSEQUENT  REENLISTMENTS 


BONUSES  UP  TO  $2000  WERE  DESIGNED  TO 
STEM  THE  MASS  EXODUS-  AN  IMMEDIATE 
NOT  A  LONG  RANGE  CAREER  INCENTIVE 
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A  Joint  Service  Task  Force  was  formed  late  in  1954  for  the  purpose  of  planning, 
coordinating,    and  accelerating  the  following  legislative  program  through  the 
Congress: 

o  Pay  revision  on  a  career  basis. 

o  Survivor  benefits. 

o  Dependent  medical  care. 

o  Regular  officer  augmentation. 

o  Doctors'  career  incentives. 

o  ROTC/Service  Academy  longevity  credit  for  officers. 

This  task  force  was  composed  of  specially  qualified  members  from  each  of  the 
Armed  Services.     It  has  proven  highly  successful,    and  has  greatly  speeded  up 
the  necessary  action  on  these  bills  both  within  the  Defense  and  other  Executive 
Departments  and  in  the  Congress.     In  so  doing,   this  task  force  has  also  provided 
an  excellent  example  of  effective  unification. 

In  addition  to  the  bills  assigned  to  the  Task  Force,    certain  other  career  incentive 
measures  were  assigned  to  the  individual  services  for  necessary  action.     These 
have  included: 

1.  Retirement  in  highest  grade  held. 

2.  Readjustment  pay  for  Reservists. 

3.  Reduced  rentals  for  sub- standard  housing. 
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TO  ACCELERATE  THE  ACTION  PROGRAM 


ARMY 


THE  JOINT  SERVICE 
CAREER  INCENTIVE  TASK  FORCE 

WAS  ASSIGNED  THE  JOB  OF 
EXPEDITING  LEGISLATION  ON 


•CAREER  INCENTIVE  ACT 
•SURVIVOR  BENEFITS 
•DEPENDENT  MEDICAL  CARE 
•REGULAR  OFFICER  AUGMENTATION 
•DOCTOR'S  CAREER  INCENTIVES 
•ROTC/ACADEMY  LONGEVITY  CREDIT 

IN  ADDITION  ACTION  RESPONSIBILITY  WAS  ASSIGNED  TO 
INDIVIDUAL  SERVICES  FOR  LEGISLATION  ON.. 

•RETIREMENT  IN  HIGHEST  GRADE 

•RESERVE  OFFICER  READJUSTMENT  ALLOWANCE 

•RENTAL  OF  SUBSTANDARD  HOUSING 


NAVY 


-■•'        '     v  - 

OSD 

" '. 

AIR 
FORCE 

MARINE 
CORPS 

• 

OTHER 

UNIFORMED 

SERVICES 
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A  combination  of  good  management  and  thorough  preparation  on  the  part  of  the 
Task  Force  and  prompt  consideration  and  action  by  the  Congress  resulted  in 
the  first  increased  pay  checks  under  the  Career  Incentive  Act  of  1955  being  in 
the  hands  of  our  career  military  personnel  within  two  months  from  the  time 
Congressional  hearings  had  been  commenced. 

It  should  also  be  pointed  out  that  this  bill  did  not  provide  any  pay  increases  for 
those  enlisted  men  and  officers  who  were  merely  performing  obligated  service. 
It  was  a  career  bill  and  as  such  it  marked  a  break  with  the  traditional  pay  pat- 
tern which  many  seasoned  Washington  observers  said  could  not  be  accomplished. 

The  largest  increases  were  given  at  critical  decision  points  along  the  career 
pattern. 

The  increases  varied  in  amount  between  6%  and  25%  of  basic  pay,    with  the 
largest  ones  coming  at  critical  career  points. 

It  also  provided  substantial  raises  in  incentive  pay  for  hazardous  duty,  together 
with  improvements  in  certain  other  allowances  as  had  been  recommended  by  the 
President. 
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CAREER  INCENTIVE  ACT  -1955 
a  long  range  approach  -     - 


obligated 
service 

CAREER  SERVICE 

OFFICER 

(  UNDER  3  YRS 
SERVICE  ) 

ENLISTED     |          __1hJ^HBH^HHP^^^1™"" 

(  UNDER  2  YRS      ^^^J                                                          ^^^^^^ 

SERVICE                         IHHHBT 

\f                1 

v 

no  increases 


1.  6%-  25%   Increase   After  Obligated  Service 

2.  Largest  Increases  at  Critical  Points 

3.  $10  -  $90  Increases  for  Hazardous  Duty 


-  -  DEPARTING  FROM  TRADITIONAL 
"ACROSS-THE-BOARD"  PATTERN 
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The  Survivors  Benefits  Bill  which  is  regarded  as  a  number  one  morale  builder  is  only  awaiting  final 
action  by  the  Senate. 

Until  April  1955,    Survivor  Benefits  legislation  had  been  before  the  Congress  for  several  years.     At  that 
time,   the  Task  Force  took  over  responsibility  for  the  legislation  working  in  the  closest  coordination  with 
Congressman  Porter  Hardy's  Select  Committee.     This  bill  won  final  House  approval  well  before  the  close 
of  the  1955  session. 

This  bill  is  a  career  incentive  measure  of  far-reaching  importance. 

It  will  remove  many  of  the  inequities  and  inconsistencies  existing  under  present  law,    and  greatly  improve 
the  over-all  survivorship  structure. 

The  widow  of  any  regular  is  presently  entitled  to  only  $70  from  the  Veterans  Administration  per  month  if 
the  husband's  death  was  service- connected  and  occurred  in  peace  time,  and  $87  where  such  death  occurs 
during  wartime.     Additional  payments  are  authorized  for  minor  children. 

On  the  other  hand,   the  widow  of  Reservist  may  be  entitled  to  as  much  as  $525  under  the  Federal  Employees 
Compensation  Act,     This  unintentional  but  glaring  affront  has  long  shouted  the  question:     "Why  be  a  regular?" 

The  proposed  bill  will  substitute  for  the  present  flat  payments,   a  more  equitable  benefit  bearing  at  least 
some  relation  to  attained  pay.     Thus  all  widows  of  those  who  die  on  active  duty  or  from  service-connected 
causes  would  receive  monthly  compensation  according  to  a  new  formula: 

$112  plus  12%  basic  pay.     This  produces  compensation  payments  ranging  from  a  minimum  of  $122  to  a 
maximum  of  $266. 

The  bill  will  place  all  active  duty  military  personnel  under  Social  Security  on  a  fully  participating  and 
contributory  basis. 

In  addition  to  the  Social  Security  Benefits  payable  to  a  widow  and  minor  children  up  to  $200  monthly,    the 
bill  in  its  present  form  will  also  provide  additional  Social  Security  old  age  benefits  to  both  the  serviceman 
and  his  wife  after  they  attain  age  65. 

It  should  also  be  pointed  out  that  this  bill  will  in  no  way  affect  any  existing  contractual  rights  under  either 
Government  or  National  Service  Life  Insurnace.     Nor  does  it  change  in  any  way  the  present  Contingency 
Option  Act,    whereby  retired  personnel  may  elect  annuities  to  be  paid  after  their  death  to  their  widows  and 
minor  children. 

32 


SURVIVOR  BENEFITS  BILL. 


ELIMINATES   PRESENT   INEQUITY   BETWEEN- 


WIDOW  OF 

REGULAR  OFFICER 

WHO  RECEIVES 

$70  PER  MO. 


AND 


WIDOW  OF 

RfSERVE  OFFICER 

WHO  RECEIVES 

UP  TO  $525  PER  MO 


y   RELATES  BENEFITS  TO  ATTAINED  PAY  LEVEL    -  $122-  266 

y  PLACES  SERVICE  PERSONNEL  UNDER  CONTRIBUTORY   SOCIAL 
SECURITY    -  BOTH    SURVIVOR    AND  OLD  AGE  BENEFITS 


IMPROVED  FAMILY  SECURITY  IS  AN  IMPORTANT 
INCENTIVE  FOR  CAREER  SERVICE 
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The  Dependent  Medical  Care  Bill,    just  recently  enacted  into  law,   provides  very- 
important  extension  of  medical  care  to  the  dependents  of  all  service  personnel. 
It  was  estimated  that,    prior  to  its  enactment,    due  to  the  shortage  of  doctors  and 
over-crowding  of  service  hospital  facilities,    at  least  40%  of  service  dependents 
were  unable  to  receive  adequate  medical  care. 

The  "new  law  specifically  authorizes  medical  care  for  the  dependents  of  both 
active  and  retired  personnel  in  military  facilities  whenever  they  are  available. 

A  significant  new  feature  of  the  law  authorizes  the  use  of  civilian  hospitals  and 
facilities  for  the  wives  and  children  of  active  duty  servicemen  whenever  they  do 
not  have  convenient  access  to  military  hospitals  either  in  this  country  or  abroad. 

The  cost  to  a  service  family  for  this  civilian  hospitalization  wi"n  be  limited  to 
an  initial  payment  of  $25,    or  an  amount  equivalent  to  the  subsis    :nce  charge 
being  charged  in  military  hospitals,    -whichever  is  the  greater, 

By  thus  assuring  adequate  hospital  care  at  all  times  to  the  wives  and  children  of 
active  duty  personnel,    it  removes  one  of  the  major  deterrents  to  career  service. 

Those  who  may  feel  or  have  termed  this  new  law,    just  recently  signed  by  the 
President,    to  be  deficient  and  merely  of  some  help  fail  to  take  into  account  the 
long  lead  time  usually  required  to  enact  complex  legislation  of  this  nature. 

Such  uncalled  for   efforts    tend  to  accentuate  what  we  don't  have  and  we  may  well 
never  get.     We  could  all  better  devote  our  time  and  effort  in  highlighting  the 
positive  advantages  of  this  new  and  extremely  beneficial  legislation  that  will  in 
fact  do  so  much  for  so  many  and  for  the  first  time. 
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DEPENDENT  MEDICAL  CARE  BILL 


V  PROVIDES  MEDICAL  CARE  FOR  THE 
40  %  OF  DEPENDENTS  TO  WHOM 
CARE  IS  NOT  NOW  AVAILABLE 

•  CONTINUES  CARE  IN  SERVICE 
FACILITIES  WHEN  AVAILABLE 

•  PROVIDES  CIVILIAN  HOSPITAL  CARE  FOR  WIVES  &  CHILDREN 
WHEN  SERVICE  FACILITIES  ARE  NOT  AVAILABLE  OR  ARE 
OVERCROWDED 

•  ONLY  CHARGE  IS  $25  OR  AMOUNT  EQUAL  TO  MILITARY 
SUBSISTENCE  CHARGE  ($1.75  PER  DAY) 

V  GIVES  STATUTORY  ENTITLEMENTS  IN  SERVICE  FACILITIES 
TO  RETIRED  PERSONNEL  AND  THEIR  DEPENDENTS 


ASSURANCE  OF  FAMILY  MEDICAL  CARE  IS 
A  STRONG  CAREER  INCENTIVE 
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The  Regular  Officer  Augmentation  Bill  is  another  important  career  incentive  item,    particularly 
for  the  Army  and  Air  Force.     The  Navy  and  Marine  Corps  have  had  temporary  augmentation 
authority  for  the  past  two  years.     This  bill  will  establish  permanent  authority  for  all  services 
and  will  open  up  opportunities  for  many  capable  and  well  qualified  reserve  officers  to  become 
regulars. 

Today,   three-fourths  of  our  active  duty  officers  are  reservists.     This  unbalanced  situation  becomes 
even  more  critical  when  we  realize  that  regulars  constitute  only  17%  of  the  total  of  Air  Force 
officers,    and  26%  of  the  officer  total  in  the  Army.     The  Navy,    with  46%  regulars,    and  the  Marine 
Corps,    with  50%,    are  in  considerably  more  favorable  positions. 

Many  of  our  very  best  reservists  have  been  leaving  active  duty,    despite  their  inclination  and 
liking  for  service  life.     This  has  been  due  in  large  measure  to  their  uncertain  career  prospects 
as  reserve  officers. 

It  naturally  follows  that  any  good  officer  who  voluntarily  leaves   active  duty  is  in  a  poor 

position  to  encourage  others  to  remain  in  the  service.     This  fact  has  been  one  of  the  contributory 

causes  to  our  low  reenlistment  rates. 

The  bill  will  raise  the  statutory  ceilings  of  the  Army  and  the  Air  Force  to  what  will  amount  to 
approximately  50%  of  their  presently  planned  active  duty  officers  strengths.     This  will  increase 
the  authorization  for  regular  Army  officers  from  30,  600  to  49,  500  and  that  for  regular  Air 
Force  officers  from  27,  500  to  69,  425. 

It  follows  that  these  services  will  then  be  able  to  bring  the  proportion  of  their  regular  officers 
to  levels  more  in  line  with  the  Navy  and  Marine  Corps,    all  of  which  will  add  considerably  to  the 
stability  and  strength  of  the  officer  structure. 

It  is  anticipated  that  these  increases  in  regular  officer  strengths  will  be  done  in  such  a  manner 
as  to  greatly  ease  the  so-called  "hump"  problem  in  the  Army,    and  to  eliminate  it  almost 
completely  in  the  Air  Force.     Of  even  greater  importance,    it  will  provide  broader  bases  from 
which  to  select  and  develop  future  military  leaders. 


36 


REGULAR  OFFICER  AUGMENTATION  BILL 


RAISES   STATUTORY   CEILINGS 
FOR    ARMY   AND    AIR    FORCE 


►  INCREASES  STABILITY  BY  INCREASING 
PROPORTION  OF  REGULARS  TO  50% 

►  PROVIDES  BROAD  BASE  FOR  THE 
DEVELOPMENT  OF  FUTURE  LEADERS 

►  MINIMIZES  THE  "HUMP"  PROBLEM 

►  CREATES  CAREER  OPPORTUNITIES  FOR 
THOUSANDS  OF  RESERVE  OFFICERS 

►  AIDS  IN  FILLING  IN  "VALLEYS"  IN 
REGULAR  OFFICER  STRUCTURE 

►  PRESERVES  NEEDED  SKILLS 
AND  EXPERIENCE 


THIS    IS   A    DIRECT  LONG   RANGE 
CAREER    INCENTIVE 


THREE  QUARTERS  OF  THE  COMMISSIONED 
OFFICERS  SERVE  ON  A  YEAR- TO -YEAR  BASIS 


PRESENT  RATIO 
OF  REGULARS 


ARMY 26% 

AIR  FORCE 17% 

NAVY 46% 

MARINE  CORPS.  50% 
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It  is  a  bill  which  Secretary  Wilson  worked  particularly  hard  to  bring 
forth.     It  will  interest  you  to  know  that  it  was  studied  in  considerable 
detail  by  the  President  personally  before  receiving  his  final  approval^ 
It  has  been  recognized  as  being  one  of  the  most  important  and  funda- 
mental single  solutions  to  our  over-all  officer  problem  particularly 
in  the  junior  grades.     In  this  connection,    Mr.    Wilson  has  been  some- 
what concerned  during  recent  months  that  more  has  not  been  said 
about  this  bill  by  our  senior  service  representatives  in  their  ap- 
pearances before  the  Committee  of  Congress. 

In  citing  Personnel  as  our  number  one  problem,    remedies  that  have 
been  offered  have  frequently  ignored  this  existing  basic  legislative 
proposal.     Needless  to  mention  is  the  fact  that  this  approach  has  not 
been  helpful  to  our  efforts  with  Congress. 
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THE  PRESIDENT  HAS  PERSONALLY  REVIEWED  AND  APPROVED 
THESE  REGULAR  OFFICER  AUGMENTATION  OBJECTIVES  .. 


.  EXTRACT 

preside**:  *  to  ma*e 

Dear  Mr-   ^  *  *  wiU  enable 

Ac-***"     . 

a  ^stantiai  — 6  ^  U     an*  ,—   ^  mU"         roeet  «*  r- 
earliest  practi^'  *—        ^.^    in  ~V  «**»~    -  ces 

tbe         Use  P— •      »  WU     £icer    Strang*  -  «*  °£tViets   on  *e 
longer   rang  o££lCer  retirements 

,n  maintain  tne       s  foreseeable 

d6Sire  ,   nee  wi*  -is-g  and 

to  proper  glance  inties   on  the 

-— '"        ;        tnese  station  «-*— 

Your    appru 

»rt     1  ain 
v.    «reat  respect. 
V/itb.  g*eav 


Faitbiuuy  y°*rs' 


Approved: 


Lans 
nummary 


The  president 
Tbe  ^bite  House 


EXTRACT  •  •  • 
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The  Doctors'  Career  Incentive  Act  -was  must  legislation  to  prevent  the  imminent  dissolution  of  the  hard  core  of 
experienced  doctors  within  our  medical  and  dental  corps.     In  order  to  maintain  the  important  health  and  medical 
research  aspects    of  combat  readiness  and  to  provide  care  for  both  the  serviceman  and  his  dependents,    it  is 
essential  that  the  number  of  experienced  doctors  on  active  duty  not  fall  below  a  certain  minimum  strength. 

To  maintain  the  required  number  of  doctors  on  active  duty  since  the  Korean  emergency,    a  special  Doctors'  Draft 
has  been  necessary.     This  unpopular  legislation  terminates  in  1957.      Less  than  one-third  of  our  doctors  are 
regular  career  personnel,    and  during  the   past  three  years  these  have  been  resigning  in  prohibitive  numbers  in 
order  to  enter  private  practice.     Only  a  very  small  percentage  of  the  drafted  reservists  have  been  persuaded  to 
remain  on  active  duty  beyond  their  obligated  service.     While  these  conditions  have  produced  a  tremendous  turnover 
of  doctors,    we  have  been  able  nevertheless  to  maintain  the  proper  levels  of  medical  experience.     Commencing 
next  year,   however,    we  are  faced  with  a  situation  whereby  the  pool  of  experienced  doctors  eligible  to  be  drafted 
will  be  depleted. 

It  therefore  became  clearly  evident  that,    unless  drastic  measures  were  taken  to  reverse  the  present  trend,  the 
armed  services  were  faced  with  the  grim  prospect  of  its  active  duty  doctor  corps    being  comprised  almost  entirely 
of  conscripted,    "green"  doctors  fresh  out  of  medical  school. 

As  the  result  of  a  careful  study  made  during  the  past    year  by  a  special  task  group  comprised  of  both  doctors  and 
line  officers,    certain  inequities  were  uncovered  that  apply  only  to  military  doctors.     For  instance,    all  such 
doctors  were  four  to  five  years  behind  their  college  contemporaries  in  the  line  by  reason  of  the  years  they  must 
spend  in  medical  or  dental  school  in  order  to  even  qualify  for  a  medical  or  dental  commission.      They  were  behind 
in  both  seniority  and  longevity  pay. 

This  was  further  accentuated  by  the  rapid  promotion  of  junior   line  officers  during  recent  years.     Even  more 
important  was  the  fact  that  the  potential  doctor  had  to  finance  entirely  his  own  medical  education  following   his 
graduation  from  regular  college;  and  this  during  a  time  while  his  line  contemporary  had  a  military  status  and 
received  a  salary. 

The  bill  as  it  went  to  the  Congress  provided  for  promotion  and  longevity  credit  for  all  doctors  for  the  years  spent 
in  medical  school,    thus  placing  them  on  a  par  with  their  line  contemporaries.      The  Congress,    in  its  consideration 
of  the  bill,    concluded  that  the  proposed  corrections  were  not  sufficient  inducement  to  meet  the  critical  medical 
situation.     Accordingly,    the  bill  was  amended  to  provide  increases  in  their    special  pay  for  those  doctors  who 
remain  voluntarily  on  active  duty  after  completion  of  their  obligated  service. 

I  believe  we  should  recognize  the  fact  that  doctors  perform  a  very  personal  and  essential  service  in  caring  for 
the  health  of  our  service  personnel,   both  active  and  retired,    and  also  dependent  members  of  their  families. 
While  a  doctor's  training  is  a  long  and  expensive  one,    his  services  are  in  great  demand  everywhere,    and  his 
financial  opportunities  in  private  practice  are  usually  far  greater  than  we  can  ever  provide  under  a  military 
pay  structure. 

On  both  this  bill  and  that  to  improve  medical  care  for  dependents  the  Task  Force  has  worked  in  close  conjunction 
and  sponsorship  with  Dr.    Berry,    the  Assistant  Secretary  of  Defense  (Health  and  Medical).      Dr.    Berry  has  been 
conducting  a  vigorous  campaign  to  attract  more  doctors  into  voluntary  military  service.      In  this  connection  it 
is  significant  to  note  that  if  we  were  able  to  add  an  additional  three  thousand  career  doctors,    then   we  could 
avoid  having  to  draft  12  thousand  doctors  over  the  next  six-year  period. 
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MEDICAL  AND  DENTAL  OFFICER  CAREER  INCENTIVE  RILL 


V 


V 


V 


GIVES  LONGEVITY  AND 
CONSTRUCTIVE  SERVICE  CREDIT 
FOR  MEDICAL  EDUCATION  YEARS 


INCREASES  SPECIAL  PAY  FROM 

FLAT  $100  PER  MONTH  TO  MAXIMUM 

OF  $250  AFTER  10  YEAR'S  SERVICE 


MATERIALLY  REDUCES  THE  SPREAD 
BETWEEN  MILITARY  AND  CIVILIAN 
DOCTOR  INCOME 


AN  INCREASE  OF  3000 
CAREER  DOCTORS    WOULD 
REPLACE  12,000   DRAFTED 

DOCTORS  IN  3  YEARS 


12,000 


tern 


THIS  IS  THE  FIRST  MAJOR  ACTION  TO  ALLEVIATE  A 
CRITICAL  SKILL  SHORTAGE  BY  INCENTIVE  PAY 
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The  Academy/ROTC  Longevity  bill,   if  enacted,  will  correct  an  irritating  inequity  of 
long  standing.     Numerous  attempts  during  recent  years  to  obtain  this  credit  for  Academy 
service  have  failed. 

The  bill  now  under  consideration  represents  a  modification  proposed  by  Congressman  Cole, 
It  would  expand  the  coverage  to  include  both  Academy  and  ROTC  graduates.     To  give 
further  emphasis  to  career  service,   this  added  longevity  credit  would  be  allowable 
only  after  the  completion  of  four  years'  active  commissioned  duty. 

Since  1942  every  other  form  of  military  service,  both  active  and  inactive,  has  been 
fully  creditable  in  computing  both  active  and  retired  pay.     To  exclude  only  the  years 
spent  in  Academy  and  ROTC  training  is  a  sharp  inequality  that  we  hope  will  be  corrected 
at  an  early  date. 

An  application  of  this  bill  in  an  area  where  it  will  have  particular  meaning  is  the  case  of 
the  Captain  or  Navy  Lieutenant  who  -would  receive  $47  more  per  month  after  4  years  of 
active  service.     Enactment  of  the  bill  would  result  in  approximately  a  $10,  000  increase 
in  pay  over  a  normal  30 -year  career  of  the  officers  concerned. 
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Three  additional  career  incentive  measures  round  out  the  positive  legislative 
program. 

The  first  of  these,    which  has  already  been  enacted,    will  give  to  Army  and 
Air  Force  personnel  the  permanent  right  to  retire  in  the  highest  grade  held, 
whether  permanent  or  temporary.     This  will  produce  corresponding  equality 
with  the  Navy  and  Marine  Corps. 

The  second  measure  would  provide  a  lump  sum  readjustment  allowance  pay- 
able to  reservists  involuntarily  separated  from  active  duty.     It  would  amount 
to  one-half  month's  pay  for  each  year  of  active  service  performed  but  would 
not  be  payable  prior  to  the  fifth  year  nor  after  the  17th  year. 

The  third  measure  would  provide  relief  to  those  families  occupying  substandard 
public  quarters  who  are  presently  required  to  give  up  their  entire  rental  allow- 
ance,   regardless  of  the  actual  value  of  the  quarters.     This  bill  would  permit 
placing  such  quarters  on  a  fair  rental  basis. 
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OTHER  CAREER  LEGISLATION 

RETIREMENT  IN  HIGHEST  GRADE 

EQUALIZES  ARMY  AND  AIR  FORCE  RETIREMENT  RIGHTS  WITH 
THOSE  OF  NAVY  AND  MARINE  CORPS 

READJUSTMENT  PAY  FOR  RESERVISTS 

PROVIDES  LUMP  SUM  PAYMENTS  FOR  RESERVISTS  SEPARATED 
INVOLUNTARILY  AFTER  5  YEARS  SERVICE 

SUBSTANDARD  HOUSING 

PROVIDES  MONETARY  RELIEF  FOR  OCCUPANTS 
OF  SUBSTANDARD  PUBLIC  QUARTERS 

THESE  AND  OTHER  LEGISLATIVE  ITEMS  ARE 

PART  OF  THE  CONTINUING  PROGRAM  TO 

IMPROVE  THE  MILITARY  WAY  OF  LIFE 

45 


The  box  score  on  this  comprehensive  legislative  program  shows  the  excellent  progress  Congress 
has  made  to  date. 

Half  of  the  items  have  already  been  signed  into  law.     The  Reenlistment  Bonus  Act  was  of  course 
passed  in  July  1954;  the  Career  Incentive  Act  became  law  in  April  1955. 

The  first  bill  to  be  enacted  this  year  was  the  Doctors'  Career  Incentive  Act  in  April.     Shortly  there- 
after,   in  May,   the  bill  giving  permanent  authority  for  retirement  in  highest  grade  held  was  signed 
into  law.     And  then  on  June  7  the  Dependent  Medical  Care  Act  was  enacted. 

Five  other  major  items  have  yet  to  be  finally  acted  upon,    but    most  of  them   are  well  along  toward 
enactment.     After  extensive  hearings,   the  Survivor  Benefits  bill  was  favorably  reported  out  by 
Senator  Byrd,    Chairman  of  the  Senate  Finance  Committee  only  this  week.     It  now  goes  to  the  floor 
of  the  Senate.     Since  there  have  been  a  number  of  amendments  in  the  Senate  version,    there  will 
undoubtedly  have  to  be  a  conference  with  the  House.     But  we  are  sure  the  differences  will  be  worked 
out,    and  a  good  bill  enacted  this  year. 

The  Regular  Officer  Augmentation  bill  has  been  reported  unanimously  by  the  House  Armed  Services 
Committee  and  is  now  awaiting  floor  action.     We  expect  this  one  to  be  passed  by  the  House  next  week. 
Hearings  in  the  Senate  Armed  Services  Committee  should  begin  shortly  thereafter. 

Hearings  on  the  Academy/ROTC  Longevity  bill  should  commence  next  week  before  the  Kilday  Sub- 
committee. 

The  Reserve  Readjustment  Pay  bill  has  passed  the  House  and  is  awaiting  hearings  in  the  Senate  Armed 
Services  Committee.     We  expect  it  to  be  acted  on  in  the  next  few  days. 

The  Substandard  Housing  bill  has  been  reported  out  by  the  House  Armed  Services  Committee  and  is 
awaiting  floor  action.     Senate  hearings  should  follow  shortly  after  final  House  action. 

We  believe  prospects  are  good  for  final  enactment  of  the  entire  one  billion  two  hundred  million  dollar 
program. 

In  considering  the  legislative  actions  during  this  period,    we  should  not  overlook  the  fact  that  Congress 
considered  and  enacted  the  very  essential  selective  draft  until  1959  and,    as  we  have  mentioned,    the 
Special  Doctors  Draft  until  1957. 
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In  addition  to  the  actions  being  taken  on  career  incentive  legislation  which 
has  service-wide  effect,    we  are  pressing  for  action  in  a  number  of  other 
specific  areas. 

You  are  all  familiar  with  the  problems  we  have  in  securing  sufficient  numbers 
of  flag  and  general  officers  to  meet  mission  requirements.     The  limitations 
under  which  all  services  operate  today  are  well  below  the  numbers  needed 
to  give  proper  direction  to  our  diverse  and  far-flung  military  organization. 
We  now  have  1258  in  all  services.     The  Officer  Grade  Limitation  Act  author- 
izes  1310.     The  Senate,  exercising  its  Constitutional  appointment  authority,   has 
limited  us  to  1269. 

Mr.    Wilson  has  authorized  us  to  continue  to  seek  relief  from  these  limitations 
and  raise  our  strength  to  the   level  authorized  by  law  before  the  end  of  this 
session  of  the  Congress. 
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We  are  handicapped  by  totally  inadequate  position  allocations  for  civilian 
super-grade  and  scientific  and  professional  positions.     The  Defense  Depart- 
ment now  receives  its  allocation  of  these  positions  from  the  over-all  block 
available  to  the  Civil  Service  Commission. 

We  are  pressing  hard  to  secure  statutory  authorization  for  the  specific  numbers 
of  these  top  level  positions  required  by  the  Defense  Department.     We  have  pro- 
posed that  the  number  of  scientific  and  professional  positions  be  increased 
from  the  present  45  to  275.     Also,    we  have  proposed  that  the  specific  author- 
ization be  established  for  285  super-grade  positions  (GS-16,    17,    18). 

Over-all,    this  would  enable  us  to  have  greatly  increased  opportunities  for 
scientific,   professional  and  super-grade  positions.     Legislation  authorizing 
these  increases  was  passed  unanimously  by  the  House  on  Wednesday  of  this 
week. 
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This  career  incentive  program,   together  with  internal  actions  by  all  services,    has  pro- 
duced results.     The  over-all  regular  reenlistment  rate  has  nearly  doubled  in  the  two-year 
period  since  1954  -  from  the  low  of  24%  to  43%,    the  latest  reading  being  in  March  of  this 
year. 

The  rate  for  those  completing  their  first  enlistment,   the  so-called  "first  termers",    has 
increased  from  an  extremely  low  10%  in  1954  to  23%  through  March  1956.     While  this  rate 
is  still  too  low,    it  is  a  great  improvement  over  the  low  point  of  1954. 

Six-year  reenlistment  rates  have  jumped  from  47%  of  the  total  reenlistments  in  1954  to 
77%  in  1956,    which  is  a  very  healthy  trend.     This  is  undoubtedly  traceable  in  part  to  the 
Reenlistment  Bonus  Act,    which  pays  the  highest  bonus  for  six-year  reenlistments.     This 
improvement  adds  increased  tenure  and  stability  to  our  enlisted  structure. 

So-called  "career  regulars"  -  those  who  have  reenlisted  at  least  once  -  are  not  shown 
separately  on  this  chart.  But  the  reenlistment  rate  for  this  most  important  group  has 
increased  sharply  --  from  an  alarming  low  of  about  40%  in  1954  to  just  under  90%  in  1956. 

All  of  these  reenlistment  rates  are  for  the  Department  of  Defense  as  a  whole.     Some  of 
the  services  are  doing  better  than  others.     The  Navy  is  having  the  toughest  time,    mainly 
because  of  their  extended  sea  operations  and  the  resulting  separation  from  families.     But 
it  is  clear  that  the  Navy's  positive  approach  to  its  problems  and  their  solution  will  produce 
positive  personnel  dividends  and  it  is  a  fact  that  our  reenlistment  picture  across  the  board 
has  improved  greatly  in  these  last  two  years. 
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INCENTIVE  LEGISLATION  AND  SERVICE  ACTIONS 
HAVE  PRODUCED  RESULTS 
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Now  for  a  look  at  the  "first  termer"  reenlistment  experience  by  skill  groups.     Here,    too,    we  have  made  good 
progress;  but  it  is  also  clearly  evident  that  here  lies  our  most  serious  enlisted  personnel  problem. 

Reenlistment  rates  in  the  most  critical  skills  are  still  well  below  the  average  for  all  other  "first  termers", 
and  far  below  those  for  the  least  critical  skills.     Electronic  maintenance  technicians  are  reenlisting  at  the 
rate  of  only  14%  compared  to  40%  for  food  service  personnel.     The  rate  for  communications  specialists  is 
20%,   whereas  security  personnel  are  reenlisting  at  the  rate  of  38%. 

It  is  encouraging  to  note  that  the  rate  of  27%  for  Aircraft  and  Engine  Maintenance  Technicians  is  above  the 
average   "first  termers"  rate.     It  is  also  good  to  see  that  reenlistment  experience  in  the  critical  specialists 
skills  has  improved  substantially  in  1956  compared  to  1955.     Rates  for  Electronics  and  Aircraft  Engine 
Technicians  have  doubled  in  one  year's  time.     The  rate  for  communications  personnel  has  increased  by  7%. 

The  fact  remains,   however,   that  the  lesser  skilled  individuals  are  reenlisting  at  a  far  greater  rate  than  are 
those  v/ho  require  lengthy  and  expensive  training.      This  is  the  real  crux  of  the  problem- -to  bring  these  rates 
into  better  balance  and  thus  keep  pace  with  the  increasing  complexity  of  modern  arms. 

There  is  no  discrimination  between  men  of  the  same  grade  and  length  of  service  for  different  levels  of  special 
military  qualification.     All  receive  the  same.     This  situation  leads  men  in  the  hazardous  and  non-hazardous 
fields  to  seek  out  the  less  arduous  and  less  demanding  assignments  because  the  compensations  are  the  same. 
That  is  why  we  are  25%  short  in  the  combat  arms  MOS  of  the   top  three  pay  grades  in  the  Continental  Army 
and  25%  over  in  administrative  specialists.     Similar  examples  of  imbalances  could  be  found  throughout  the 
Services. 
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In  recognition  of  these  conditions  and  the  rapidly  advancing  technology 
of  weapons  systems,    and  because  of  the  difficulty  all  services  are 
having  in  retaining  highly  skilled  personnel,   the  Secretary  of  Defense 
has  appointed  Mr.   Ralph  J.    Cordiner,    President  of  General  Electric 
Company,   to  head  up  a  Defense  Advisory  Committee  to  review  the  whole 
area  of  Professional  and  Technical  Compensation.     Along  with  Mr. 
Cordiner,    on  the  Committee  will  be  Mr.    Charles  R.   Hook,    Dr.    John 
Hannah,    Mr.    Lee  White,   the  Service  Assistant  Secretaries  for  Personnel 
and  a  number  of  senior  military  officers.     These  include  Admiral  Fechteler 
of  the  Navy,    Lt.   General  Brooks  of  the  Army,    Lt.   General  Nugent  of  the 
Air  Force  and  Brigadier  General  Hayes  of  the  Marine  Corps. 

This  Committee  is  organized  as  you  can  see  for  specialized  study  of  the 
three  main  groups,    officers,    civilians  and  enlisted  personnel.     On  June 
13  it  began  its  work  that  will  continue  for  the  next  several  months, 
examining  every  feasible  means    of  further  legislative  improvement. 
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The  Committee  will  also  give  special  attention  to  the  administrative  improvements  that  might  be  made  within 
existing  law.     For  example,   increased  service  obligations  for  academy  and  certain  ROTC  graduates,   also 
for  other  officers  and  enlisted  men  who  receive  lengthy  and  expensive  training.     The  possibility  of  greater 
utilization  of  industrial  contracts  for  those  missions  that  can  be  handled  that  way  will  also  be  studied. 

In  addition  these  additional  matters  will  be  looked  into  thoroughly: 

1.  The  control  of  accrued  leave  pay,    currently  costing  about  $170  million  annually. 

2.  Mental  qualitative  distribution. 

3.  Unrealistic  physical  standards  which  hamper  our  ability  to  acquire  and  retain  certain 

critically  needed  personnel. 

4.  Assignment,    rotation  and  conversion  policies  and  programs. 

5.  Career  development  and  counseling. 

These  are  the  principal  areas  in  which  the  Cordiner  Committee  will  concentrate.     And,   of  course,    a  precise 
determination  will  be  made  as  to  what  type  of  legislation  is  needed  to  augment  the  administrative  actions.     Our 
chances  for  further  legislation  in  the  next  Congress  will  be  greatly  enhanced  by  our  ability  to  show  results  from 
the  administrative  opportunities  that  are  available  to  us.     We  hope  each  of  you  will  give  the  Cordiner  Committee 
the  benefit  of  your  long  experience  and  close  personal  contact  with  these  and  other  problems  by  submitting  any 
ideas  you  have  for  the  Committee's  consideration  through  your  service  representatives. 

It  is  important  to  remember,   however,   that  increased  pay  alone  will  not  be  the  complete  answer.     I  am  not 
trying  to  second  guess  the  Committee.     Mr.    Cordiner  has  said  -  and  we  have  all  seen  the  evidence  of  it--that 
pay  by  itself  has  not  solved  the  personnel  problems  of  industry.     The  closer  military  pay  gets  to  civilian  pay, 
the  more  certain  it  is  that  industry  will  adjust  its  scales  to  keep  their  distance.     The  important  fact  is  that 
non-pay  benefits  are  being  used  more  and  more  by  industry  to  satisfy  the  wants  of  employees,    coupled  with 
enlightened  personnel  practices. 

There  is  no  doubt  that  some  form  of  variable  compensation  for  different  skills  is  needed.     It  will  be  the  job 
of  this  Committee  to  come  up  with  the  right  formula.     In  the  meantime,    as  a  transition  measure,    the  Depart- 
ment of  Defense  has  already  sent  to  the    Bureau  of  the  Budget  a  proposed  plan  for  special  reenlistment  compen- 
sation,   with  the  hope  that  it  might  be  acted  upon  before  the  close  of  this  session  of  the  Congress.     This  proposal 

would  allow  the    Service  Secretaries  to  pay  special  rates  of  reenlistment  compensation  to  personnel  in  various 
skills,    ranging  from  one  half  to  three  times  the  present  reenlistment  bonus. 

We  have  the  feeling  that  we  can  do  more  with  the  same  amount  of  money  we  now  use  for  reenlistment  compen- 
sations.    This  visualizes  a  system  with  flexibility  in  it.      The  system  would  pay  a  higher  reenlistment  compensation 
to  the  individuals  who  are  in  short  supply  and  a  lower  amount  to  individuals  in  over  supply.     This  would  be  an 
incentive  system  at  work  within  the  Services  which,   by  the  law  of  supply  and  demand,   would  compensate  for 
overages  and  shortages  in  personnel  with  special   military  qualifications  by  motivating  individuals  with  the 
needed  talents  to  enter  the  shortage  fields. 
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We  have  come  a  long  way  since  the  lean  days  of  1954. 

Congress  and  the  general  public  are  giving  us  excellent 
support.     Our  career  incentive  legislative  program  is 
well  on  the  way  to  successful  completion. 

Military  life  has  improved.     This  is  evident  in  many 
ways  and  is  proven  by  the  fact  that  the  downward 
trend  in  reenlistment  rates  has  been  checked. 

We  are  on  the  upgrade  in  every  area. 
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While  industry  is  holding  out  very  enticing  lures  to  our  trained  personnel, 
they  are  concentrating  on  the  more  negative  features  of  military  life 
through  many  and  frequent  advertisements  in  all  service  newspapers  and 
Journals. 

Such  headlines  as  you  see  on  the  chart  proclaim:    "Slipping  on  a  business 
suit  or  tweed  jacket  is  just  one  of  the  enjoyable  details  in  becoming  a 
civilian  again".  .  .   or.  .  .  "Service  made  you  a  man  --  Alcoa  can  make  you 
successful.  " 

When  these  advertisements  are  run  alongside  service  inspired  stories  and 
statements  by  our  leaders  which  seek  to  point  up  the  negative  features  of 
personnel  programs  and  legislation,    the  eventual  and  over-all  result  is 
bound  to  react  unfavorably. 

In  all  our  contacts  with  industry  we  should  deplore  these  advertising 
practices.     Our  own  efforts  in  these  media  should  eliminate  the  negative 
and  accentuate  the  positive. 

Before  concluding  I  would  like  to  cover  some  of  the  positive  approaches 
open  to  us: 
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INDUSTRY  USES  POSITIVE  LURES  IN  SERVICE  JOURNALS 
EMPHASIZING  "THE  GOOD  LIFE" 


Navy  Tim«s 


Army  Tiroes 


Collar  jraJ»«">  «'  r»S''"""'* 
physics  or  malkr""*"*  •  ■  • 

Switching  to  civvies? 

>  „,  .  two)  i*<krt  '»  ius*  on' 

I.  ,«r  a~  etates  ^  ""^  yw  ,lth  p^a"*- 
H,  . . .-.  —  «<«*  •  •  •  „  „  JOUIMl! 

„,  cooler  ^^f^^^kWWo*^*  " 

other!-  .W,  T°,J  can  M   ^—i,,.  nunoUrtaring-  »!«*■ 
„*«ch,  development,  »**«£■   ^  . . .  and  up! 

In  addition,  Weslingnuu 
v.„c«  degree  ....d>- in  22 -v^me.. 

Send  „.  a  reW  o<  »~.  «*"»£,£  ,ng  £  ,.«  .« 
Your  life.ime  career  opportune  rna>  be 

Wfestingfiouse 

For  complete  ^  «*  *SSK«« 


ENGINEERS-SCIENTISTS 

//ow  /o  f/e/  //^  most 
out  of  life  and  your 
engineering  talent 


Where  you  liv*,  how  you  live,  onJ 
how  interesting  your  work  la  are  very 
important  lo  you,  as  they  are  to  moat 
of  us.  Before  you  decide  what  job  you 
lake,  think  carefully  of  all  the  thing* 
it  lavolvea. 

As  a  Raytheon,  scientist  or  engineer 
you  live  in  historic  towns  like  Concord 
or  Lexington,  You  can  settle  down  in 
one  place.  You  can  buy  a  nice  home  at 
1  sensible  price.  You're  near  6rst-rate 
•I'hools;  close  to  mountains,  lakes. 


streams,  beaihes    wonderful  vacation 
spots. 

A  sincere  in*erest  in  fostering  initia- 
tive, plus  regular  reviews  of  your  work 
insure  that  you're  not  lost  or  forgotten 
You  have  a  real  chance  to  advance  i  > 
a  senior  technical  level  or  a  manage- 
ment position. 

You  work  in  modem  laboratori** 
challenging  projects  with  other  skilled  J 
engineers— many  with  national  repu- 
tations—who are  good  friends?  too 


Raytheon  is  doing  advanced  work  in  every  electronic  field,  including: 

MICROWAVES:  componenta-tubea-antennaa 

SYSTEMS:  missile  — radar— communication 

SEMICONDUCTORS:  dlodea-tranalatora 

Electronic  circuit  and  product  design  — teat  and  production  enpi 

Field  and  Applications  engineering  — technical  writing 


J<>in  a  you/ig,  enLhunianlic  team  that  t* 
creating  a  famous  record  —such  as  hit- 
tory't  fir$t  interception  of  an  aircraft  by  a 
"jUitrt  mittUe, 


Drop  a  note  today  to  I  vn  T  . 
glva  you  all  (lia  help  lie  <  .  n 
questioni  frankly.  Thank*  l  . 


RAYTHIOM  MANUPACTU9JNO  COMPANY 


*  1  «vm»-  SI,,  Walthan  04,  MaiiiohuMHi 


RAYTHEOI 


E.C*IUn.-»  in  &irl4 


ir  F0 


rem 


ones 


Service  mar*., 
ALCOA  can  ^  "  =2*2 

•*wffiTL"  ',he  boon»-"8  li^-JI*/ Dow  if  y» 

-*  Cor,,,  A,  v      „0UrseIv«.    Wrile  ?  Want  'o  Jell 

°f  *£&£,  n'"H  Ak°°  and"'    T    b"oUe" 


AtCOA 


ALO» 


INU' 


.  .  .  OURS  MUST  ALSO  BE  A  POSITIVE  APPROACH 
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A  recent  survey  conducted  by  the  Air  Force  shows  that 
the  lures  of  civilian  life  that  have  attracted  such  large  num- 
bers of  men  away  from  the  Service  have  proven  to  be 
illusions  to  many  of  them.     According  to  this  study  which 
covered  3,  000  ex-airmen,    few  of  them  found  pay  and 
opportunities  better  than  those  in  the  Air  Force. 

Most  of  them  who  expected  high  salaries  and  glowing 
civilian  opportunities  apparently  are  not  getting  them,    and 
less  than  20%  got  jobs  based  on  their  Air  Force  training. 

This  raises  the  question  as  to  how  real  the  opportunities 
are  in  civilian  life.     It  also  shows  that  a  more  enlightened 
counselling  program  might  counteract  some  of  these 
attractions. 
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12  MAY  1956 


3000  EX-AIR  FORCE  MEMBERS  REPORT  ON  LIFE  OUTSIDE: 

"Many  Lures  Proved  Illusions' 

Survey  Covers  Men 
Separated  Year  Ago 


By  BRUCE  CALLANDER 

WASHINGTON.— The  lures  of  civilian  life  which  have 
won  hundreds  of  thousands  of  airmen  away  from  the  Air. 
Force  have  proved  illusions  to  many,  headquarters  reveale* 
this  week  in  releasing  the  findings 
of  a  study  among  more  than  3000 
ex-airmen.  Few  found  civilian  pay 
and  opportunities  better  than 
those  in  the  AF. 

Many  who  had  planned  to  school 
under  the  GI  bill  of  rights  have 
.•not  done  so.  Most  who  expected 
high  civilian  salaries  are  not  get- 
ting them.  Some  are  seriously  con- 
sidering return  to  the  Air  Force. 

Hope  of  high  paid  civilian  jobs 
and  free  schooling  have  long  been 
listed  by  the  Air  Force  as  the  two 
things  most  responsible  for  non- 
re-enlisfmeuis«__Thcse    lures 


aries.  Average  starting  wage  was 
about  $60  per  week  and  present 
salaries  average  about  $73.  This 
includes  the  wages  of  men  who  left 
the  AF  with  so-called  crilical  skills. 
It  is  lower  than  the  pay  the  AF 
figures  airmen  draw  in  many 
grades. 

•  Most  (over  80  percent)  did 
not  get  jobs  based  on  (heir  AF 
training.  Nearly  a  quarter  Iried 
without  success. 

•  Many  (16  percent)  often  seri- 
ously consider  re-enlisting.   Others. 

said  they  mil 


study,  officials  agree,  are  these: 
(1)  hope  for  higher  civilian  wages 
(rather  than  bona  fide  offers)  are 
the  big  lures  to  many;  (2)  a  very 
few  airmen  in  highly  technical 
fields  may  be  pulling  down  higher 
wages  (about  eight  percent  are  in 
the  $6000  or  over  bracket)  but 
most  are  just  about  matching  their 
AF  incomes;  and  (3)  many  of  the 
ex-airmen  would  come  back  with 
only  a  little  urging. 

The  follow-up  survey  was  run 
by  Dr.  Robert  Thorndike  of  Col- 
umbia University,  under  contract 
with  ARDC's  Personnel  and  Train- 
ing Research  Center  at  Lackland 
AFB,  Tex.  Drs.  Robert  Travers 
and  Howard  Hausman  of  the  Cen- 
ter were  AF  monitors  for  the 
study. 

Focus  for  the  poll  w; 
3000     firsttermers 
1954.   About  half  v 
enlistees   and    half( 
file   waxubegan. 
pure    volunteer 
ed  _  volunL 


Overall  about  18  percent  got  re- 
lated jobs,  23  percent  tried  unsuc- 
cessfully to  get  them  and  60  per- 
cent didn't  try. 

Many  of  the  vets  (20  to  25  per- 
cent) said  they  would  prefer  dif- 
ferent jobs. 

»         ♦         • 

STARTING  SALARIES  were  not 
greatly  different  among  men  with 
technical  and  non-teehical  back- 
grounds. The  "median"  starting 
wage  was  about  $64  per  week  for 
ex-mechanics,  $61  for  former  elec- 
tronics specialists  and  $55  for  ex- 
cooks  and  bakers. 

Fringe  benefits  are  available  In 
civilian  jobs  but_are  by  no  means 
universal.  M~- i^N^||&  veterans 
(71  perp^  ^uus  did 

nn< 


no  schooling  at  all.  A  year  to  a 
year  and  a  half  later,  about  30 
percent  went  to  college,  and  nine 
percent  to  trade  school.  About  46 
percent  did  not  go  to  school  either 
full  or  part  time. 

Rank  had  some  relation  to  later 
pay  but  not  much.  Ex-A2Cs  and 
A/3Cs  were  drawing  $3550  an-' 
nually  on  the  average;  A/lCs. 
$3810  and  staffs  and  techs  about 
$3960. 

Best  part  of  Air  Force  life,  as 
the  veterans  remembered  it  was 
travel.  Nearly  one  quarter  liked 
it  best.  Some  (17  percent)  liked 
the  security  and  some  (13  percent) 
favored  the  benefits. 

Freedom  was   the   best   thing 
about    civilian  life  for  most  (59 
percent)  of  the  former  AF  men. 
Some  (18  percent)  liked  the  fact 
they  did  less  moving  around, 
t    four    percent    said 
were   tbe   best   thing 


the  AF 
)  said 
ooling. 
as 
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Of  our  total  defense  budget  of  $35    billion,   45%  or  $16  billion  is  spent 
for  personnel  today  --  including  civilian,    reserve  and  retired  members 

And  this  does  not  include  the  cost  of  housing  construction.     I  know  of 
no  business  that  spends  anything  like  half  of  its  budget  for  personnel. 

To  any  of  you  who  may  still  feel  that  personnel  is  not  getting  its 
proper  share  of  the  defense  budget,  we  look  for  concrete  advice  and 
recommendations  as  to  how  we  may  get  better  value  from  the  present 
share  before  we  consider  permanent  add-ons  to  this  already  sizeable 
amount. 
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OF  OUR  $35,000,000,000  DEFENSE  BUDGET 


OR  $16,000,000,000 
IS  SPENT  ON 


PERSONNEL 


(NOT   INCLUDING  HOUSING) 


ARE  WE  GETTING  FULL  VALUE  NOW  J 
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Further,  we  have  made  some  detailed  comparisons  of  military  and  civilian  compensation 
and  benefits  in  several  selected  skills.  Here  we  see  some  reflected  situations  where  the 
value  of  all  free  benefits  have  been  added  to  basic  pay  and  allowances  of  the  military  man 
and  to  the  pay  of  the  civilian. 

Taking  the  case  of  a  4-engine  commercial  pilot  and  a  flying  Air  Force  captain  with  equal 
experience  and  family,    adding  up  all  income  and  benefits,    we  see  that  their  net  income  is 
very  nearly  the  same.     After  taxes  are  paid,   the  civilian  pilot  takes  home  approximately 
$1,  100  per  month  compared  to  $1,  010  for  the  military  pilot.     And  the  civilian  pilot  still 
must  make  a  contributory  payment  for  his  retirement,    his  group  health  insurance  and  for 
part  of  his  life  insurance  out  of  the  $1,  100  net  pay. 

Three  other  civilian  occupations  are  also  shown  in  comparison  with  an  E-5  Staff  Sergeant  or 
Petty  Officer  1st  Class.     In  each  case,    the  military  income  adds  up  to  more  than  that  of  the 
civilian  median  when  all  free  benefits  and  allowances  are  added  in.     The  civilian  aircraft 
mechanic  and  electronics  technician  are  airline  employees;  the  fire  control  technician  is 
employed  by  an  aircraft  manufacturing  firm. 

Just  as  in  the  case  of  the  airline  pilot,    all  of  these  employees  have  to  pay  part  of  the  cost  of 
certain  benefits  such  as  retirement  and  insurance  out  of  their  net  pay. 

The  value  of  military  retirement  alone  is  a  big  factor  in  the  serviceman's  pay.     In  the  case 
of  the  military  pilot  an  investment  of  45%  of  base  pay  each  month  over  a  30 -year  period 
would  be  required  to  produce  an  annuity  equivalent  to  his  30-year  retirement  pay.     The 
civilian  airline  pilot  actually  pays  $116  per  month  toward  his  retirement  fund,    with  the  com- 
pany making  up  the  difference  as  required.     Further,    Defense  still  has  an  advantage  in  the 
man's  opportunity  to  retire  after  20  years'  service. 

Doctors  can  retire  after  20  years  and  still  start  another  practice  without  having  had  to  pay 
for  their  retirement  annuity  with  tax  paid  dollars. 

The  Staff  Sergeant  would  have  to  invest  60%  of  base  pay  each  month  to  match  his  retirement 
pay  at  20  years. 

The  survivor  benefits  provided  by  present  law  would  cost  him  about  $86  per  month.     Improve' 
ments  now  under  consideration  would  add  another  $35  to  the  value  of  these  benefits. 
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THE  VALUE  OF  BENEFITS  AND  TAX  FREE  ALLOWANCES  ADDED 

TO  BASE  PAY  MAKE  MILITARY  COMPENSATION  COMPARE 

FAVORABLY  WITH  CIVILIAN  PAY  FOR  SIMILAR  SKILLS 


OFFICER  COMPARISON 

4  ENGINE  PILOT 
AGE  28 
2  DEPENDENT  CHILDREN 


GROSS 
INCOME 
'$1098 


PENDING 
BENEFITS^ 

BENEFITS- 


NON-TAXABLE 
INCOME 


TAXABLE 
INCOME 


<NET 

INCOME 

$1010 


/ 


GROSS 

INCOME 

$1283 


COST  OF 
RETIREMENT 
AND  OTHER 

BENEFITS 


MILITARY 

0-3 

OVER  6  YRS 


CIVILIAN 
1st  PILOT 


ENLISTED  COMPARISON 

AGE  25 
MARRIED!  CHILD 


GROSS 

INCOME 

$485 


$413 


$423 


,$419 


ENLISTED 

E-5 

OVER  3  YRS 


CIVILIAN 
A/C  MECHANIC 


CIV.  A/C 
ELECTRONICS 
TECHNICIAN 


CIVILIAN 

FIRE  CONTROL 

MECHANIC 
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Mr.    Cordiner,    during  the  first  meeting  of  his  Committee  last  week,   told 
about  an  extensive  survey  of  employee  attitudes  made  for  General  Electric 
by  an  independent  outside  research  company. 

The  results  of  this  survey  are  somewhat  eye-opening.     The  most  important 
aspects  of  job  satisfaction  are  these  --  and  in  this  order: 

1.  A  feeling  of  belonging  --  pride  and  continuity  in  the  job. 

2.  Individual  rights  and  dignity  --  status  and  respect  as  an  individual 
rather  than  a  number  on  a  time  clock  or  IBM  card. 

3.  Good  bosses  --Superiors  who  command  respect,    maintain  firm 
discipline  and  treat  employees  fairly. 

4.  Compensation  --  A  standard  of  living  sufficient  to  maintain  status  in 
the  community. 

According  to  Mr.    Cordiner,   these  findings  have  become  the  basis  for  personnel 
policies  and  actions  in  General  Electric  and  other  successful  companies.     I 
believe  --  and  I  am  sure  Mr.    Wilson  feels-that  these  points  furnish  the  most 
logical  yardstick  for  our  actions  in  the  military  services. 
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THESE  ARE  THE  MOST  IMPORTANT  ASPECTS  OF  A  JOB 


* 


No.  1-  FEELING  OF  BELONGING 

•  Job  pride  and  continuity 

No.  2-  INDIVIDUAL  RIGHTS  AND  DIGNITY 

•  As  opposed  to  mass  uniformity 

No.  3-  GOOD  BOSSES 

•  Firm  discipline  and  fair  treatment 

No.  4-  COMPENSATION  AND  BENEFITS 

•  Good  standard  of  living 


THIS  EMPHASIZES  THE  VITAL  AND  FAR  REACHING  INFLUENCE 


OF  EFFECTIVE  LEADERSHIP 


# 


BASED   ON  AN  INDEPENDENT 
SURVEY    CONDUCTED  FOR 
GENERAL  ELECTRIC 
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Surely  these  attitudes  reflect  the  vital  and  far-reaching 
influence  of  effective  leadership  in  the  all-important 
task  of  motivating  and  guiding  the  high  caliber  personnel 
we  must  retain  for  career  service  in  the  Nations'  de- 
fense. 

As  one  of  our  finest  military  leaders  said  just  recently, 

"There  are  many  who  say  all  our  good  people 
are  leaving  the  service  -- 

I  say  "the  best  ones  are  staying.  . .  " 
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